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ABSTRACT 
‘Under a eandate by the board cf trustees, ad hoc . 
Soni bteks at. each of the nine colleges in the Los Angeles Comaunity 


_ +. College District, plus a district-wide cogmittee were established to 


ind. aethods -to maximize the utilization of existing resources for 
anseling and guidance services. The évlleges' recommendations 
highlighted the following concerns: in-service training to deal with 


‘ new comgunity college clientele; improving. information to students on 
-available ‘services; expanding use of paraprofessicnals; and the need 


- for follow-up on dropouts. A district planning team composed ‘of 


‘truste 


" staff. (MB) 


counselors and administrators outlined the needs and ckjectives for 


“implementing a program to serve the 150’counselors in the colleges. A 


three-phase staff development. program, lasting.frca spring 1977 to 
acer a 1977- and using &39,500 of a $600, 000 allccaticn by the 

S, was composed ef the following: (1) “four three-hour 
workshogs held at each campus which focused on -Participant-selected 
topics; (2) a district-wide conference entitled "Self-Renewal for 


“Counselcrs"; and (3) a ten-workshop program kased on a "Mini-0" 
‘format. To be successfu3, any staff development. program needs the 


suppott of the. Res administration, and the participants. A 
literature review undersecores*the increased necessity for staff 
development c s6d. a enrollment ser and the reduction of new ' 
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THE SETTING: A HISTORICAL BACKGROUND 


THe nine Los Angeles momauakey colleges ae up the largest community 
college district in the world. Its origins go back to the community college 
. movement, which had ,its beginning in'the California State Legislature in 
eis 1907.: The Caminetti Bill permitted high schools to offer post-secondary 


courses, 


In 1917, the Ballard Act included provisions for state aid and 


/established the early regulations for junior colleges. Finally, in 1929, 
' the Deering Act assured financial support for junior colleges.in California. 


“It was in 


this year that Los Angeles City. College held its first classes, 


and 35 junior colleges of one kind or another were operating in the State 


of, California. During the 1920's and 30's, enrollment in these junior col- .. 


‘leges doubled, and the importance of local colleges increased nationwide. 

The post World. War II years were also -periods of dramatic growth in terms of 
. enrollment and physical expansion. In 1959, the legislature mandated the 
development of a master plan and a study of the California junior colleges. 
The movement of two-year colleges away from the secondary system and into 
higher education took place at this time. In 1967; the state authorized the 
establishment of the Board of Governors of the California Community Colleges, 
and the official designation of the institutions from "junior" to "community" 


“took place. The phenomenal growth continued until the early 1970's. In 1973, 


_ there were approximately 850,000 students in California community colleges. 
This mark is now expeeted by well over 1,300,000 students. 


. In 1969, the a Angeles Community College District broke away from the 

Los Angeles Unified School District and established its ‘separate administra- 

F - tive organizatign under the governance of a, newly ‘elected Board of Trustees. 
The move for independence from ‘the Los Angeles Unified School District and 


its Board 


of ucation began in 1967 with legislation sponsored by State 


_ Senator Georbé Danielson in $B'128. Jt provided for a separate community 


Rducation 
directing 
ministrat 
organizat 


~ ~ ‘college Board of Trustees and administration. The Los Angeles Board of 


fdllowed the mandate.of this legislation by passing a resolution 


e separation and formation of task force made up of faculty, ad- » 


n, and,classified personnel to work out the details of the new { 
on. Finally, on May 27, 1969, seven community college Trustees 


were eledted and assumed the powers and duties prescribed by the California 


Code. As the elected governing body of the District, the Board of 
provides orderly growth, sets all the policies for educational pro- 


grams, /determines the educational calendar and academic standards, supervises 
the budget, employs personnel, and performs many other responsibilities as 
- dictafed by the California Eatesored Code. ! 


The Education ‘Gade posse permissive rather than restrictive with the 
pas age of AB 27 in 1974: ( 


Authorizes, until January 1, 1976,-the governing board of 


_any school district, including community college districts, 


to initiate and carry on any educational program, as de- 
fined, which is not in conflict with law or purposes for 
which school districts are established. Authorizes, on 
and after January 1, 1976, the governing board of any 
sthool district, including community college districts, 
to initiate and carry on any program, activity, or other- 
wisé act in any manner which is not in conflict with the 
purposes for which school districts areiestablished. 2 


oe 


ad services function of the colleges as it is performed 


~ 


Currently; the Los Angeles Community College District has well over 
129,000 students and over 10,000 certificated and classified employees. It 
includes a service area of well over 880 square miles and asseSsed valuation 
of over $16 billion. The growth over the past 49 years from 54 faculty mem- 
bers and 1,350,students has certainly been dramatic. The mission of the 


Los Angeles Community College District is best Bate’ an ‘the following terms 


By Chancellor Koltai: a 


A community college is designed to facilitate that life- 

long process we call education. We train, we counsel, t 
. we provide for discussion, we test, we aid in the develop- 

ment of the arts and:scienceg. But, in each case, our ‘ | 

prime responsibility is to satisfy a specific human need... | 

the individual need to reach the a aid level 

of personal achievement. 3 


INTRODUCTION 


On March 31, 1976, the Board of Trustees of the Los Angeles Community 
College District adopted -tthe,following motion which was introduced by 
Trustee Gwen Moore two weeks earlier: 


In order; to maximize the utilization of existing resources 
in the District in the area of counseling and guidance and 
in the area of developmental services: | 


The Chancellor is instructed to establish at each.college 
% an ad hoc. committee to review and make recommendations | 
‘ concerning the counseling function as it is performed by 
the professional counseling staff, faculty counselors, 
peer counselors, career guidance centers, veterahs counse- 
lors, faculty, and others.. The-committee will/also review 
and make recommendations concerning the developmental | 


through tutoring, learning resource center tp special 
. developmental classes, and other supportive Pere 
The Chancellor is also saaek bude pe theta to establish | 
a Districtwide ad hoc committee consisting of .the chair- | 
person of each college committee and chaired by the Vice | 
Chancellors Educational Planning and Development or his/ 
designated representative, as approved by-the Chancellor. 


> Each: committee will submit its recommendations to the/ ‘ 
i Districtwide committee which will prepare a final report . | 
for the Chancellor. The committees will deal with the } 
following questions: 7 i 


1) Are there recommendations which might be made / 

' immediately which would improve the programs e ) 
and utilization of existing resources in the ki Pint 
various student setvices at the colleges re-/ ° 
lating to the counseling: of students and the 

_ supportive services provided to them? 


) 


c 
uu 


’ 


‘ | , ; #4» 3 an A ™ 
‘ | ; ‘A 
2) What information and procedures are available to . ,’ Pye 
; determine the effectiveness of each of the pro- . . 
grams? Are these adequate to provide information | . vu, eS - 
on which management decisions can be effectively 
‘ based? ‘ 


a) if. so, how effective is each service found . 
ito be? What suggestions might be made ise 
cannes ” 


b) | Tf not, what information or procedures are 
| recommended to improve the information base? 
By , A 
3), ‘How to maximize the utilization through coordination - 
'-" of existing resources in the District, e. g., tutorial 7 
services, peer saanoawerilaey ‘faculty counseling, and 
‘ professional counseling? ae 
This motion instructed the Chancellor to establish.an ad hoc committee D Re. 
at each of the nine colleges in the-Los-.Angeles Community College District. 
‘The committee's function included the reviewing of counseling and develop- Be Sore Ae 
mental programs at the college level and to make recommendations for the more , 
effecti¥e utilization of resources in this area. Additionally; the committee’ 
was designated to identify and analyze procedures for program evaluation. 
The identification and description of current activities and recommendations 
for cootdinati n of this program were also committee responsibilities. 
Essentially, /i was the responsibtlity of the District Office administrative. 
'. staff to interpret any vague questions in the Board Gk Trustees! motion. , : 
At the direction of the Chancellor, a Districtwide ad hoc committee was 
formed with representatives'from:all nine campuses and District Office ad- 
ministration. The campus representatives chaired a college committee com- 
posed of Agpresentatives from student services and: developmental program and’ 
related dreas. These areas included, but were not limited to, the following: we i ee 
counseling, career education, ,veterans programs, handicap programs, financial : 
aid, disadvantaged supportive programs,-: learning skills programs, job place- : 
ment, child development centers, and women’s programs, etc. The college com- 
_ittees were instructed to review services and programs and to respond to the 
Board of /Trustees' motion; The Districtwide committee met twice, on April 26 
and June/ 22, 1976, ito discuss the guidelines for surveying ‘counseling and 
developmental programs. .In addition,:a common information form -was ‘developed, 
and campuses could use this‘form to report services at. their .respective col-— 
leges./ The college committees met at various times during the Spring- 1976 
semester .and divided the responsibility among the varjous program areas. ; 
Finally, all of the material was gathered by the campus chairmen and formu- * ’ 
lated in a ‘report prepared for the District Office administration. - The syn- 
thesized material prepared. by the campus chairman formed.a basis for reporting’ 
information to the Board of Trustees. During this period, this writer served 
. as, the .committee chairman on this District ad hoc committee, TREE SSEnEANE 
Went Los Angeles College. 


The nine college counseling and developmental services tenorts wake —s 
pleted in June, 1976, using a standard reporting format and ranging in length: 
from eleven to-over 200 pages. Some common themes emerged from thesé reports: 


, - . 
e - : s 
‘ . ‘ 5 bY i isd 
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In-service training or: staff in ee with new community 
college student clientele. - _ a 


| Expanded services, to Seudents. in the areas of group counseling, : 
peer and paraprofessional epee lings and personal CavesOpmEne 
classes. 


se: 3 _— ‘ee x , 4} fs ba 
ot 3. > Improved physical sae maintain. counselor-student | 
# a . oe % : privacy. ao r ; ‘ + : : ba , | 1 
h P) = - . yy i, : a ; .. 
a ‘4. ° Research atudiée in the areas of soneer needs, student attri- 
tion ond effectiveness of the oe of studerit BEEVIRES: 


a 


¢ Lleges highlighted cuprent concerns, which’ include: 


soprtes eng to deal with new. command ty 
college eas 


Sooreutne infomation to students on available 
servings ote 


expanding use of paraprofessionél8; 


. heed for follow-up. on dropouts: tg MS : . 5 
> ; z ¥ 
Saieoal Fall 1976 semester, an ad hoc: counseling improvement program com- 
mittee was’ convened by the Director of Resource’ Development. and Student Ser- 
vices.’ .Each-college in the District named one representative to serve on 
this committee. A guideline and format for writing proposals was developed, 
and colieges were encouraged .to write. proposals baséd on the four concerns. oa 
It was recommended that the, proposal for funding be ‘brief and include an i 
: abstract, objectives, plan, futures, and budget sections. The District Com- , 
.mittee would also servé.as the praposal screening committee. It met weekly,, . 
discussing concepts and issues, presenting various proposals and receiving 
proposals, and, finally, reducing the numerous proposals from all nine cam- e 
-. pusess: ,The dynamics and interactions were unique and ndturally politica. ly * 
‘motivated. Each representatiye attempted to present thefr college's point 
‘of view’ in,attémpting to obtain,as much funds as possible for their campus. 
“The initial discussion focused on how to effeetively allocate the $600,000 
to the nine district community colleges. -Various proposals were. offered. 
First purported was an equal distribution of the futids to all nine colleges. 
“In essence, some committée members suggested that we divide the $600,000 by 
nine and distribute the funds. equally. ’ Another suggested that we. divide the 


eet 


a, 


7 i - . sa : 4 


funds according to the number of students on the campus, with a given amount 
per student. Larger campuses would get more money than smaller campus be- 
cause of their enrollment. Eventually, the committee grouped into the large 
and small college factions, the larger colleges attempting to unite and ' 
"sell" their large college concept, and a’smaller college claiming this was 
unfair and inconsiderate. The committee, after just one or two meetings, , 
decided that each college would submit proposals and the merits of each pro- 
posal would be discussed and funds allocated. Since the proposals would have 
budgets, it was the committee's ultimate responsibility to dectfx the level 
of funding for each proposal. Several political tactical maneuvers which 
Blocker, Bender, and Martorana discuss were utilized by the committee. The 
trial balloon tactical maneuver was used where proposals would be’ suggested | 
and other colleges would join in and give their support, thereby creating a. 
multi-college project.® The concept of staff development’ was developed in 
this way., One of the colleges wrote a staff development proposal. The group - 
lauded the merits of the proposal and suggested that other campuses be per- 
mitted to "buy into the proposal." Thus, in a sense, ‘a compromise or con- 
cession resulted. The more verbal and assertive emerged as leaders in the 
group. They argued, cajoled, and debated the assets of their proposals. 

_ However, a fair and reasonably just allocation of funds resulted. Interest- 
ingly enough, the. committee could not ultimately make the. final decision. 
Instead of the committee battling and struggling, an honest attempt to iron 
out compromises was the outcome. .They suggested that another select: final 
screening committee composed of representatives selected by the Director of 
Resource Development and Student Services make the final decision regarding 
which proposals would be’ funded. This’ select group’ accomplished its task at 
the beginning of January of 1977. . > 


The Board of Trustees on February 9, 1977, eleven months after its initial 
motion, approved $425,266 to implement the counseling improvement in’ the Dis- 
trict. The remaining balance,of $174,734 was reserved for additional funding _ 
of counseling improvement programs at a later ‘date. pe 

In April, 1977, this getter was among several applicants for the position 
of Coordinator of Counseling Improvement Programs.. I was selected to coor- 
“dinate the counseling improvement program at the District Office. I left my 
position as counselor at West Los Angeles College to go to the District Office 
as a coordinator on a temporary assigonent until October, 1977. 

REVIEW :OF THE LITERATURE 

In reviewing the literature, I found a paucity of studies and research 
which dealt specifically with the politics of staff development for student 
personnel ‘services. Most of the published literature focused on needs and 
recommendations for staff development and in-service training activities. A 
preponderance of community college staff development literature deals with 
Faculty, Management, and organizational SESE LGROSHE 


o' Bannion points to the change in terminology from in-service training 
to staff development. The single greatest resoirce of the community college 
is its staff, and the quality of collegiate .education is dependent on staff 


*% 


+ 


> 


‘ competency. Interestingly, enrollment decline, fiscal restraints, and the 
lack of new personnel in community colleges creates a need for more rather 
than less staff development to maintain standards of excellence,/ 


Hammons, Wallace, and Watts enumerates why community BaEIcEe staffs need 
develdping: " ; e, 


1. Due to a lack of preprofessional and preservice programs, 
or the inadequacies of existing programs, most staff 
members Were not initially prepared to work in the com—~ 
a = os munity college. 
\ 

: é 2. Few community colleges have developed valid in-service 

or preservice programs. Thus, little has been done to 
ze Se correct the initial lack of staff preparation. 


3. There is a need for increased effectiveness and effi- 
ciency due to competition for limited tax dollars and 
growing public demands fay accountability. 

és ¢ 


/ 
4. A decline in the birth,rate and the trend to decreasing 
« enrollments have led a "steady-state" environment 
characterized by low*taff turnover and the recognition 
‘ . that needed changes will come about through the efforts 
of present staff rather than through employment of new wz 
persons. 


5. A growing recognition on the part of most staff that they 
have training needs, and an expressed willingness and 
desire to participate in viable staff:development pro- 
grams on the part of most. 


6. The future success of the community college depends upon 
JS the ability of its staff to adapt to a constantly changing * 
re ) environment. 8 


? Miller, in a survey of 560 members of, the American College Personnel 
ssociation, found that many inequities exist and many staff: members expressed 
with disenchantment collegiate institutions in-service programs. There is 
és a need for specialized in-service staff development program packages that tan 

be purchased or rented by institutions. ’ With financial restrictions and 
growing accountability in the area of student personnel services, a more 
professional staff is needed. In-service training and staff devdlopment 
programs must become an integral part of a competent student personnel worker's 
daily activities; otherwise, future efforts in professional development will 
be in jeopardy. Miller concludes his report with the following Plea for 
change and action: ; 


. 


J 3 Likewise, a source. of program for making available inexpen- 

sive resource consultants to participate in on-campus in-— 
service programs appears to be needed, as does new and up- . 
dated staff development programming. There is an apparent 

lack of emphasis on continuing education, in-service educa- 
tion, or staff development programming in our academic 


4 
¢ 


preparation programs that may account for some of the ‘short- 
comings that have been evidenced. Perhaps if the directors 
of such programs saw fit, to focus, more attention on the im- 
portance of continued léArning after employment,. in-servéce 
education would become a more natural and integral part of 
. the institutions in which their graduates find employment .9 
a ; 4 é " 


“The literature supports the concept that the community college is what 
it is today because of its adaptability and quality of staff. The signifi- 
cance of staff development will increase because of the changes in our 
society and the challenges confronting EOe TSR eer? education in this 
country..- ‘ ‘ 


Hammons and Wallace “succinctly summarizes the literature on Btaff de- 
‘ete for student personnel services: e * 


The two-year college is presently facing perhaps its greatest 

t challenges in its 75-year history. To continue to-grow and ’ 
prosper, it must quickly and effectively adapt to the radital 
changes in its external environment, in its student clientele, ? 
in its instructional aula in short, it must adapt to 
change itself. 


Yet, the capacity of the community college to adapt to change 
depends primarily on the ability of the staff to change. and 
on the ability of the various administrators in .the college 
to lead and to facilitate change. In this respect, the stu- 
dent personnel services position is pivotal because of its 
effect and inflyence upon the student population. 10 i 


a 2% 
\ STAFF DEVELOPMENT FOR STUDENT PERSONNEL SERVICES ; : 


A District planning team of five, which. in¢gluded counselors and admin- 
istrators, decided to establish.a three-phase staff development program for 
counselors in the Los Angeles Community College District. The major concern 
of this committee was to design a program that would appeal ‘to the staff 
development needs of approximately 150 counselors at the Aine campuses. 

Counselors have close contact with students as total individuals; will 
offer advice and counsel regarding an individual's current and future goals; / 
and have significant impact on the’ diréation in making students aware of 
personal career educational objectives. These important responsibilities 
mandated the need for effective professional staff development program. This 
need was an affirmation of: counselors' express desires. An assessment of the 
specific staff development needs was conducted by the District staff and a 
consultaht which included visits to each’of the colleges in the District. | 
These visits occurred prior to the staff development sessions and both verbal 

‘and written assessmeftts of possible topics were drawn from the college counsel- 
ing staff members. It was after the visit toethe colleges that the planning 
team decidedon the three-phase staff development program. It was imperative 
that college staff members feel involved in the planning and designing, of the 


» *10 
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, 7 
workshops, Actually, some of the visits to the: colleges confirmed the issue 
that many counselors initially express concer ‘that staff development was 


"being forced 


upon us by the LEP Etaee Of fice.' 


Several ae needs were listed by ‘the District Office aes team 
after campus consultation: - ; 


1. 


Opportunities fot instructor-advisors in counseling | 
positions to eee new counseling skills. | ~ : 


Current methods and new techniques of Some hing could © 
be learned. i e 


Ways to develop techniques in the -deljvery of counseling 


“services to large groups of students, e.g. personal. 


devel®pment classes. 


Opportunities for increasing sensitivity to and dealing 
effectively with minorities, older Studen yes and non- 


_ traditional students populations. 


° jectives for the staff development programs. lerous objectives and goals 


With these specific heels in sand, the aieero committee indicated ob- 


were discussed\. Some were discarded and others revised and synthesized. 
,Ultimately, the following were selected as the objectives for the staff 
development aaa ‘ 


4, 


To increase student knowledge about ‘counseling services 
and all areas of student personnel services. 


To increase opportunities for counseling staff members 
to upgrade their knowledge, skills, and PeenTaes * 
ia Sagi Workshops and seminars. / ‘ 


To rye a systematic means to enable all Dist¥ict 

counseling personnel to participate ina professional 

staff development program. , 
° 

To provide a system for the development of an effective' 


professional development prpgram within the District. 


. The first phase was planned whereby the staff of each campus could de-» 
sign or choose a topic for staff development. It was organized with a format 
of four 3-hour workshops with a specific topic selected by the college. 
These workshops took place during the working day, and the topics were e 
selected and implemented at the nine campuses. Workshop leaders were se- 


lected from a 


highly qualified. list of experts. Two or three possible 


leaders were designated for each topic, and discussions between the District 


committee and 


these leaders. 


individual college counseling staff led to the selection of 
The workshop leaders were requested to submit a list of 


objectives, materials to be presented, and complete an evaluation at the 


conelusion of 


f 


the workshops. The workshop leaders came from neighboring 
. z ' 


11 


, 


ee 


‘ 


° 
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* community colleges, four-year colleges and universities, and ‘those in private 


*practice. The workshops were held at the local college campus, and each col- 
lege had a counselor who acted as a liaison: between the cappus and the Dis- - 


‘ trict Office. 


‘fe 


The wecond phase of the staff deveionnect program was ‘a Spring “Conference 
held on May 23, 1977 at Los Angeles Pierce College. -A conference-was entitléd 
“Self-Renewal for Counselors." It consisted of. & one-day drive-in conference 
and included three speakers, workshops, a barbecue luncheon, and an afternoon i *. os 
of additional activities. An extensive evaluation instrument was constructed 
to assess the. conference and to obtain topics for ‘he third phase of the 
staff development program. One-hundred and forty-five counselors and pence: 
personnel services professionals participated in this conference. 


The third and final thrust of the staff development program consisted . of . 
a ten-workshop program during’ the Fall of 1977. Utilizing a "Mini-U" format — 
which Beeler describes: ‘a 


. \ 
Basically, the "Mini-U" consists of a combination of the 


,Free University Model of the mid-1960's, and a mini-course | a 
“designed to achieve specific instructional objectives with 
a small group of learners in a brief period of time.!1 ~— _ % ial 

- ¢ : 


Counselors, student services paraprofessionals and administrators, college 

nurses; child development center directors, and program coordinators were 

invited to select a workshop of their choice. All were permitted release , 

time from their jobs. The; workshops were conducted from 1 - 4 p.m., held ‘ 

on four different days, and totaled eine hours. in duration. ‘ 
Every participant was able to sade the effectiveness andMnerive of ~- 

their workshop. In addition, interviews were held with selected counselors 

and workshop leaders regarding the workshops. 


STAFF DEVELOPMENT PROGRAM EVALUATION iss 


The participants’ evaluations indicated that the planning process was 
effective in that they were involved. However, many initially felt that the 
District Office was going to "force staff development-down ‘their throats." 


_ All of the staff developmant sidedtives were realized in the evaluation 
except ‘objectiv® number three which*related to skill development. The reasons eet 
for failing to meet this objective relate to the fact that the workshops were 
held for twelve hours, and the presentation style of. the leaders and lack of a 
adequate time hindered the accomplishment of this objective. Some partici- 
pants claim their involvement and participation was minimal and therefore, 
did not lead to skill development. ‘ bs 

Many want inaiente related that they would have preferred more experi- 

ential based workshops with more.group discussion and activity centered 
topics. They recommended that more time be p@rmitted so that the sessions 5 
could become more interactive. With one exception, all the leaders of the 
workshops seemed to be respected for their personal approach and their pro- 
fessional attitude in contributing to the staff development program. 


: 
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alee 5 3 Space and. fdcilities were generally good. Howevar, in two specific 
‘a as _instances, classroom selection was inadequate. For example, one interactive 
Nets ae “workshop was allocated a chemistry lab because of lack of spate on the cam- 


“ pus. Essentially, participants responded positively to the workshop: format, 
{ probably because they were given release time to attend the sessions. 
‘Several felt that their travel e, especially in Phase rt: was especially aan 
lengthy, some traveling ‘as man¥ as twenty-five miles one way to a college ; 
location. Although a consultant was hired to evaluate the program, cost 


te gar effectiveness was an important factor in deciding not to Heron an exhaustive, 
det Soca D and highly sophisticated evaltation. 
: ' 
“ “~ : 
: . sa” =- . > \ 7 : \ é , 
: STAFF DEVELOPMENT, SUMMARY _ ie 4 
\ oo - Many counselors voiced the opinion that hey would like ta 5 tetieipare 


in workshops on,other topics. Some interest was also expressed by counselors 
Outside the District regarding workshop format and topics. A possibility. 
would be. to publicize this model of staff development at professional meet- —* 
. ings throughout | the country, as well as writing up the program for profes- 
e.* . Sional jotrnals, I présented a workshop at the California Personnel and : 
wee? Guidance Association entitled "Staff: Development for Counselors" in February, 
- 1978. It was recommended ‘that several of the workshap topics be selected r ey 
es for, videotape production to be presented within the District and also available : 
on.a lease basts to other community college districts. It is furthér possible 
that some of ‘these videotape topics could’ become : ‘the subject of instructional 
Oe a, television (I.T.V.) courses. . : 3 . ;- ~* 


' It also became apparent that with, the 4istribution of voluminous materi-_ « 
ws als at each workshop, District counselors could benefit from. a resource 
‘library. Classification of documents and their availability to District 
personnel for future staff development programs is important. 


.The,program also Asmoncteated that many District personnel had exper- 
tise which equalled that of the leaders who conducted theyorkshops. It was 
é suggested that a survey of these experts be made and a District resident © 
expert program begun. These in-house experts would prepare and conduct staff 
Gevelopmedk, wotkshops within the affective curriculum. 


ft The overall acceptance of the staff development models indicated that 

as / the nlodels and topical workshops could be generalized to other District per- 
* Phe Suone hs » Most fruitful would be directing these workshops at community service,” 
-. * * women's centers, classified and paraprofessiona? personnel, as well as 
instructional staff. 


~ , : & 


- - 


- 3 : Thé program realized three-of' four objectives. The skill development 
P hs objective was not met, however. It is recommended that a semester-long work- 
Bes a shop focused on skill development and conducted’ as a practicum be initiated. 
This practicum experience would focus on "hqw to" and on the theory of topics 
such as group counsel ing ot relaxation therapy.” 
qt. 


It is re am padcucenden that each person within student affairs on 

each campus be given release time to act as a staff development coordinator. j 

This person would liaison with District “staff and.offer many workshops and : 
visitations to other campuses for individual college staffg. 

a ; : aa - ec bad 
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As staff development becomes institutionalized within, the District, par- 
ticular incentives must be found so that counselors. wifl ¢ontinue to upgrade 
their skills and knowledge. One suggestion would be to continue to offer the 
program certificates and give the participants a salary increment for parti- 
cipating in workshops. ; 


lastly, the literatuxe and this sapeiet bine supports the ornpontetan 
that staff development So ei must be more effectively evaluated. If 4n- 
stitutionalization is to take place, sophisticated assessments must show | 

that funds expended for staff development do make a difference in student 

- learning and staff behavioral and attitudinal @anges. 


CONCLUSION 


It showid be noted again that the fupartia for attempting.to find methods 
to "maximize ‘the utilization of existing resources" for counseling and guid- 
ance services was spawned by the Board of Trustees. Subsequently, the 
Chanceffor of the District was directed to implement the desires of the 
Trustees. A comprehénsive study of counseling and developmental services 
was conducted and a summary report presented:.to the Board of ‘Trustees. 


It must be stressed that the Trustees supported the recommendation of 
the summary report by their actions, that is, their voting to set aside 
$600,000 to improve counseling in the District. 


Staff development for ‘student personnel services from its initiation in 
the Spring, 1977, to-its conclusion in December, 1977, was allocated $39,472. 
The continuity of the staff development program for student personnel ser- 


vices into the 1978-1979 fiscal year by necessity “fell along the wayside with © 


‘the passage of Proposition 13. The Los Angeles Community:College District 
Board of Trustees: placed highest priority in retaining all regular ,classified 


and certificated employees. Thus, discretionary programs such-as staff ara 


_ development became the victim of the budget.reduction measures induced by 
restricted local property tax income to the District. 


It must be reiterated that the literature supports the premise that the 
enrollment plateaus and reduttion of new staff increases the. necessity for 
staff development. The changes in student clientele in community colleges 
and becayse of tenure laws in California, the retraining of faculty in low- 
enrollment courses and programs may dictate extensive staff development on 

the part of public education. y 
v ° ‘ 

; Politically, any staff development program needs the support of the 
Board of Trustees, administration, and the participants if it is to be suc- 
cessful. It cannot be mandated or forced upon the staff without negative 
consequences. - 


A second postulate is that a definite need must'exist. . Here again, the 
need must be perceived or determined by the trustées, administration, and 
the staff. The staff development program described in this-.paper ‘ts a-case 
in point. Campus personnel and administrative staff recommended~™ Staff de- 
velopment to dead with "new community college clientele," the Board of 
Trustees ene fiscal EPPOres 8 


; | “% ‘ 14 yt . 


* 


‘Thirdly, participant involvement in planning, implementing, and eva lu- 
ation is axiomatic. The participating staff members are especially interested. 
in this aspect because it affects their professional and personal growth. ~ \ 

Fouetkiy, a publi¢ relations or promotional campaign, however atin, 
must be conducted. Communbestten to the staff and their. ae ghaiild 
"come from the top.' ; 


The program must be adaptable and broad enough to meet the needs ofa 
large and differing staff. Participation should be voluntary with no punitive: 
actions for someone choosing not to attend workshops, | 

> 


ta 


* 
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Lastly, a system to récognize staff participation should be devised. 
Fiscal remuneration may be perceived as "bribery" to attend'the workshops. 
The staff development program described did award "Cer ificates of Comptetion" 
to participants. These certificates were given oO the Dean of Student Ser- 
vices for presentation to his staff at an SPpFOHK sete occasion. 


Staff development’ prograns, whén placed denucide instructional” programs 
and mandated supportive services for students, have traditionally had lower 
priority’ in community college budgets. Thus, the political revolt of voters 
to rising property taxes will adversely affect future staff development pro- 

rams. The truly professional staff member of community colleges will con- 
tinue to seek and attend workshops, cenferences; seminars, and other con-. 
tinuing education activities. These'personal- staff development activities 
will be funded by participants or professional: educational associations 
rather than colleges or districts. 


fr 


2Ibid., p. 37. 


3Ibid.' 
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